FACTORS AFFECTING THE ADOPTION OF HUMAN RESOURCE INFORMATION SYSTEMS IN KAKAMEGA COUNTY GOVERNMENT: A CASE STUDY KAKAMEGA COUNTY GOVERNMENT by AMBUNDO, LYSTONE SACHIEL
FACTORS AFFECTING THE ADOPTION OF HUMAN RESOURCE 
INFORMATION SYSTEMS IN KAKAMEGA COUNTY GOVERNMENT: A 
CASE STUDY KAKAMEGA COUNTY GOVERNMENT 
 
 
 
 
  
                                            
 
LYSTONE SACHIEL AMBUNDO  
 
 
 
 
 
 
A RESEARCH PROJECT SUBMITTED TO THE SCHOOL OF MANAGEMENT 
AND LEADERSHIP IN PARTIAL FULFILLMENT OF THE REQUIREMENT 
FOR THE AWARD OF THE DEGREE OF BACHELOR OF MANAGEMENT 
AND LEADERSHIP OF THE MANAGEMENT UNIVERSITY OF AFRICA  
 
 
 
 
 
 
OCTOBER   2017 
 
 
 
 ii 
DECLARATION 
 
This research project is my original work and has not been presented for a degree in any 
other university 
Signature ……………………………………           Date…………………… 
Lystone Sachiel Ambundo  
ODEL/7/00263/3/2015 
 
 
This research project has been submitted for examination with my approval as the 
University Supervisor. 
Signature ………………………… ……………        Date …………………… 
David Kanyanjua 
The Management University of Africa 
 
 
 
 
 
 iii 
DEDICATION 
This research project is dedicated to my family at large for their undying support and 
encouragement throughout my course.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 iv 
ACKNOWLEDGEMENT 
I take this opportunity to thank my supervisor Mr. David Kanyanjua who guided me 
dutifully in writing this research project. I also wish to acknowledge Management 
University of Africa for allowing me to study in their institution.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 v 
 
ABSTRACT 
 
The main aim of the study was to establish the factors affecting the adoption of HRIS in 
Public Organisations in Kenya. The objectives of the research were to investigate how: 
Employee training, Management support, finances, Change management and 
Management support affect the adoption of HRIS in public organizations, with specific 
reference to Kakamega County.  The study will be significant to the management of 
Kakamega County, the government of Kenya and also other researchers who wish to 
pursue farther studies on factors affecting the adoption of HRIS in an organization. 
Descriptive research design was used. The target population was 73 employees of 
Kakamega county government, procurement department. The Census design where the 
entire population was picked was used as the sample. Questionnaires were used to collect 
the data. Data was analyzed qualitatively and quantitatively and presented using figures 
and tables. According to the study findings, 77% of the respondents agreed that finances 
affect the adoption of HRIS, while 23% disagreed. On employee training, 93% agreed it 
affects the adoption of HRIS while 7% disagreed. As far as Management support is 
concerned, 84% agreed that it affects adoption of HRIS while 16% disagreed and 95% 
agreed that Change management affects adoption of HRIS in public organizations in 
Kenya while 5% disagreed. On Government Policy, 93% agreed it affects the adoption of 
HRIS while 7% disagreed. The study recommends that public organisations should 
implement on and off job training programs to equip its employees with basic skills, 
knowledge and competency on how best to use HRIS systems. The organizations should 
ensure the appropriate infrastructure is available to facilitate the HRIS process, while 
sufficient resources should be provided to ensure that effective HRIS systems resourced. 
The management should also be supportive of technological systems in order to realize 
their success.  
 
 
 
 
 
 
 
 
 
 
 
 
 vi 
 
TABLE OF CONTENTS 
DEDICATION .............................................................................................................. iii 
ACKNOWLEDGEMENT ............................................................................................. iv 
ABSTRACT ....................................................................................................................v 
LIST OF TABLES ........................................................................................................ ix 
LIST OF FIGURES .........................................................................................................x 
LIST OF ABBREVIATIONS AND ACRONYMS ........................................................ xi 
OPERATIONAL DEFINITION OF TERMS ................................................................ xii 
CHAPTER ONE..............................................................................................................1 
INTRODUCTION TO THE STUDY...............................................................................1 
1.0 Introduction ...............................................................................................................1 
1.1 Background ............................................................................................................1 
1.1.1 Profile ..............................................................................................................3 
1.2 Statement of the Problem ........................................................................................4 
1.3 Objectives of the Study ...........................................................................................4 
1.3.1   General Objective ...........................................................................................4 
1.3.2   Specific Objectives .........................................................................................5 
1.4 Research Questions ................................................................................................5 
1.5   Significance of the Study ......................................................................................6 
1.5.1  Management  of Kakamega County Government .............................................6 
1.5.2   Other Researchers ...........................................................................................6 
1.5.2 Other County Governments ..............................................................................6 
1.6   Scope of the Study ................................................................................................6 
CHAPTER TWO .............................................................................................................8 
LITERATURE REVIEW ................................................................................................8 
2.0  Introduction .........................................................................................................8 
2.2 Theoretical Literature Review .................................................................................8 
2.2.1 Model of diffusion of innovations .....................................................................8 
2.2. Empirical Literature Review ................................................................................ 10 
2.2.1Communication and adoption of HRIS ............................................................ 10 
2.2.2 Management support and adoption of HRIS ................................................... 11 
2.2.3 Employee Training and adoption of HRIS ................................................ 12 
2.2.4   Change Management and HRIS .................................................................... 14 
2.2.5  Finance and the adoption of HRIS ............................................................ 15 
2.3 Summary and research Gaps ................................................................................. 17 
2.5 Conceptual Framework ......................................................................................... 18 
2.5 Operationalization of variables ............................................................................. 18 
2.5.2 Employee Training ......................................................................................... 18 
2.5.4  Finance ..................................................................................................... 19 
2.6 Chapter summary .............................................................................................. 19 
CHAPTER THREE ....................................................................................................... 20 
RESEARCH DESIGN AND METHODOLOGY ........................................................... 20 
3.0 Introduction ............................................................................................................. 20 
3.1 Research Design ................................................................................................... 20 
 vii 
3.2 Target Population ................................................................................................. 20 
3.3 Sample and Sampling Technique .......................................................................... 21 
3.4 Instruments ........................................................................................................... 21 
3.5 Pilot Study ............................................................................................................ 22 
3.5.1 Validity .......................................................................................................... 22 
3.5.2 Reliability test ................................................................................................ 23 
3.6 Data collection procedure ..................................................................................... 23 
3.7 Data Analysis and Presentation ............................................................................. 24 
3.8 Ethical Considerations .......................................................................................... 24 
3.8.1 Informed Consent ........................................................................................... 24 
3.8.2 Voluntary Participation ................................................................................... 24 
3.8.3 Privacy ........................................................................................................... 25 
3.8.4 Confidentiality ................................................................................................ 25 
3.8.5 Anonymity ..................................................................................................... 25 
3.9 Chapter Summary ................................................................................................. 25 
CHAPTER FOUR ......................................................................................................... 27 
DATA ANALYSIS, PRESENTATION AND INTERPRETAION OF FINDINGS ....... 27 
4.0 Introduction ............................................................................................................. 27 
4.1 Presentation of Research Findings ........................................................................ 27 
4.1.1 Response Rate ................................................................................................ 27 
4.1.3 Age Distribution ............................................................................................. 28 
4.1.4 Highest Education Level ................................................................................. 29 
4.1.5 Length of Service ........................................................................................... 30 
4.1.6 Organization Levels ........................................................................................ 31 
4.1.7 Communication .............................................................................................. 31 
4.1.8 Employee Training ......................................................................................... 33 
4.1.9 Management Support ...................................................................................... 35 
4.1.10 Change Management .................................................................................... 37 
4.1.11 Finance ......................................................................................................... 39 
4.2 Limitations of the study ........................................................................................ 41 
4.2.1 Confidentiality ................................................................................................ 41 
4.2.2 Co-operation ................................................................................................... 42 
4.2.3 Generalization of Findings .............................................................................. 42 
4.2.3 Working Schedules ......................................................................................... 42 
CHAPTER FIVE ........................................................................................................... 43 
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS ............. 43 
5.0 Introduction ............................................................................................................. 43 
5.1 Summary of Findings ...................................................................................... 43 
5.1.2 Communication .............................................................................................. 43 
5.1.2 Management support ...................................................................................... 43 
5.1.3 Employee training .......................................................................................... 44 
5.1.4 Change management....................................................................................... 44 
5.1.5 Finance ........................................................................................................... 45 
5.2 Conclusion ........................................................................................................... 45 
5.3 Recommendations ................................................................................................ 46 
5.3.1 Finances ......................................................................................................... 46 
 viii 
5.3.2 Employee training .......................................................................................... 46 
5.3.3. Management Support ..................................................................................... 46 
5.3.4 Change Management ...................................................................................... 47 
5.3.4 Communication .............................................................................................. 47 
REFERENCES .............................................................................................................. 47 
APPENDIX I ................................................................................................................. 52 
QUESTIONNAIRE ....................................................................................................... 52 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 ix 
LIST OF TABLES 
Table 3.1 Target Population.......................................................................................29 
Table 4.1 Response Rate………………..….……….………………........................31 
Table 4.2 Gender Analysis………..………..…………...………...………...............32 
Table 4.3 Age Distribution………………….……………..……………..................33 
Table 4.4 Highest Education Level ..……………..……..…..…………...................34 
Table 4.5 Length of Service………….........................…....…..……........................35 
Table 4.6 Organization Levels.................……….................……....………….........36 
Table 4.7 Whether communication affects adoption of HRIS ………………..…....37 
Table 4.8 Rating the effect of communication on adoption of HRIS………….…...38 
Table 4.9 Whether employee training affects adoption of HRIS ……………...…...39 
Table 4.10 Rating the effect of employee training on adoption of HRIS ………..….40 
Table 4.11 Whether Management Support affects adoption of HRIS ……………....41 
Table 4.12 Rating the effect of Management Support on adoption of HRIS………...42 
Table 4.13 Whether Change Management affects adoption of HRIS …………..…...43 
Table 4.14 Rating the effect of Change Management on adoption of HRIS ..............44 
Table 4.15 Whether Availability of finances affects adoption of HRIS ……….…....45 
Table 4.16 Rating the effect of Availability of finances on adoption of HRIS .....….46 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 x 
LIST OF FIGURES 
Figure 1.1 Organizational Structure of Kakmega County government.........................3 
Figure 2.1 Conceptual Framework..............................................................................26 
Figure 4.1 Response Rate………..…..……………….………………. .....................31 
Figure 4.2 Gender Analysis………..………..…………...…..……….……...............32 
Figure 4.3 Age Distribution………………….……………………..……..................33 
Figure 4.4 Highest Education Level  ……………..……..…..………........................34 
Figure 4.5 Length of Service………….............................……....…..........................35 
Figure 4.6 Organization Levels   ..............………...................……….………..........36 
Figure 4.7 Whether cost affects adoption of HRIS ....................................................37 
Figure 4.8 Rating the effect of cost on adoption of HRIS ……………......................38 
Figure 4.9 Whether employee training affects adoption of HRIS ……………..........39 
Figure 4.10 Rating the effect of employee training on adoption of HRIS ……….......40 
Figure 4.11 Whether Management Support affects adoption of HRIS ........................41 
Figure 4.12 Rating the effect of Management Support on adoption of HRIS…….......42 
Figure 4.13 Whether Change Management  affects adoption of HRIS ……................43 
Figure 4.14 Rating the effect of Change Management  on adoption of HRIS …...…..44 
Figure  4.15 Whether Availability of finances affects adoption of HRIS ….....……....45 
Figure  4.16 Rating the effect of finances on adoption of HRIS ………….….........….46 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 xi 
LIST OF ABBREVIATIONS AND ACRONYMS 
FM  Free Market  
HRIS  Human Resource Information System 
HR  Human Resource 
IPCC  Intergovernmental Panel on Climate Change  
IT  Information Technology  
NGO   Non-Governmental Organizations  
PRD   Product Requirement Document   
TQM   Total Quality Management  
UK  United Kingdom 
US   United States 
 
 
 
 
 
 
 
 
 
 
 
 
 xii 
OPERATIONAL DEFINITION OF TERMS 
Change management   the ability to control and contain the changes taking place 
within the organization (Heresy, 2001). 
 
Communication   This is the act or process of sending and receiving 
information in the indented state. (Appleby, 2004). 
 
Human Resource  A computerized HR system that manages  
Information data of employees (Teo & Pian, 2004). 
System   
 
Change management  the contributions made by the organizational leadership or 
management in regard to a given undertaking relating to the 
organizational adoption of new ways of doing things 
(Russell, 2003). 
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CHAPTER ONE 
INTRODUCTION TO THE STUDY 
1.0 Introduction 
This chapter presents the background information on Human Resource Information 
Systems (HRIS) and factors influencing their adoption in the Kakamega County 
Government.  It also includes the statement of the research problem and the purpose of 
the study. The research objectives, research questions, justification of the study, 
importance of the study and scope are also discussed. 
 
1.1 Background 
Technology is includes machinery and equipment that have been deliberately developed 
from the application of scientific knowledge (Su, 2012). Two components in technologies 
have been categorized as having the hardware and the software aspect. Technology 
hardware comprises of the physical object while technology software is the intangible 
aspect of the equipment. Su (2012) stated that the soft aspect of technology is invisible 
unlike the hardware. That’s why in many cases technology is perceived as the hardware 
(Lawson, Alcock, Cooper & Burgess, 2001).  
 
Human resource information system (HRIS) comprises of the systems and processes that 
bring about the convergence between human resource management (HRM) and computer 
technology (Kavanagh & Johnson, 2017). It combines the HR functions and processes 
with the information technology aspect. ERP systems arise from software that captures 
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information from different applications into one common information base. The ability to 
merge human resource elements through one database is the most crucial distinction to an 
effective ERP. This distinguishes the software both rigid and flexible (Teo & Pian, 2004). 
 
In order to cut on the manual workload of administrative activities, many firms have 
begun to electronically automate their processes by making use of human resource 
management systems. Today, HR managers now use internal or external IT professionals 
to develop and maintain an integrated HRIMS. Initially, HRIS were limited to firms that 
are stable financially. This was due to the high cost needed to purchase the program. 
Currently HRIS constitute of most of the Human Resource management functional areas 
(Teo & Pian, 2004). Its effect on simplifying the processes and functions cannot be 
overstated.  
 
The benefits arising from investing in HRIS are wide and diverse. An effective HRIS 
gives a lot of information compiled on the data base at the click of a button. The 
information is on almost everything that the organization seeks to establish about past 
and current employees, in addition to candidates seeking jobs. Organizations need to 
acquire a HRIS and tailor it to meet its expectations. With an appropriate HRIS, HR staff 
are freed to execute more strategic functions since the staff are able to execute primary 
functions. Similarly, information on career growth, training, employee equity becomes 
easily accessible. Finally, becomes possible for be able to handle and make decisions on 
their staff effectively (Fischer , Stewart , Mehta ,Wax & Lapinsky , 2003). 
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However, the adoption of HRIS in the Kakamega County Government headquaters  and 
more so in governmental organizations are still facing challenges arising from poor 
information technology infrastructure, lack of finances adequate information. Therefore, 
the  inhibiting factors such as employee yraining in readiness for the new technology and  
regulatory frameworks, are supposed to be solved. 
 
1.1.1 Profile   
Kakamega County Government is formerly the Kakamega Municipal Council. It is in is 
located approximately 360 km from Nairobi City. It offers administrative and support 
services to residents of Kakamega County. It is worth noting that for improved services, 
there is a need of adopting modern methods of conducting business. In this context the 
HRIS comes in handy. 
Fig. 1.1 Organizational structure of Kakamega County Government 
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1.2 Statement of the Problem 
Human Resource Information Systems makes it easier to man Human resources in every 
organization. This is so even in public organisations. However, not many public 
institutions make the use of HRIS, especially in the developing world. Kenya is no 
exception, and specifically Kakamega County Government. The adoption of HRIS has a 
number of hindrances that arise from lack of resources, or even lack of technical skills.  
 
It is worth noting that the adoption of HRIS is best realized with the involvement of the 
top executives.  Involving the employees and other interested parties is very important in 
the adoption of HRIS.  Despite this information being easily accessible to the public, the 
adoption of HRIS still remains a challenge to many organisations. In this regard, this 
research study therefore was conducted to establish the factors affecting adoption of 
HRIS  in public organisations, with specific reference to Kakamega county Government.  
 
1.3 Objectives of the Study 
1.3.1   General Objective  
The main purpose of this study was to establish the factors affecting the adoption of 
Human Resource Information System in Kakamega County Government, with specific 
focus on Kakamega County Government.  
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1.3.2   Specific Objectives 
The specific objectives of the study were: 
i) To establish the effect of communication on the adoption of Human Resource 
Information System in Kakamega County Government. 
ii) To determine the effect of management support on the adoption of Human Resource 
Information System in Kakamega County Government. 
iii) To establish the effect of employee training on the adoption of Human Resource 
Information System in Kakamega County Government. 
iv) To examine the effects of change management on the adoption of Human Resource 
Information System in Kakamega County Government. 
v) To establish the effect of finance on the adoption of Human Resource Information 
System in Kakamega County Government. 
1.4 Research Questions 
i) In what way does communication affect the adoption of Human Resource 
Information System in Kakamega County Government? 
ii) How does management support affect the adoption of Human Resource Information 
System in Kakamega County Government? 
iii) What is the effect of employee training on adoption of Human Resource Information 
System in Kakamega County Government? 
iv) What is the effect of change management on adoption of Human Resource 
Information System in Kakamega County Government? 
v) How does finance affect the adoption of Human Resource Information System in 
Kakamega County Government? 
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1.5   Significance of the Study 
1.5.1  Management  of Kakamega County Government 
This study seeks to give views on adoption of Human Resource Information System to 
the management.  It also aims to inform the management on the contributions of the 
system to performance of an organization.  The finding of the study will enable the 
management devise methods that will help in the successful adoption of HRIS. The study 
will enable the institution to have ease of system adoption.  
 
1.5.2   Other Researchers  
Other researchers will be able to learn more about adoption of HR Information System 
and will use the study as literature review material to enable them to carry more detailed 
research on this particular area, since the researcher will be well or better informed on the 
causes of poor adoption of HRIS, consequences and solutions that come with the 
adoption of Human Resource Information System. 
 
1.5.2 Other County Governments  
 The results of the study will be used to aid other Kakamega County Government to 
handle the adoption of HRIS and manage it effectively and efficiently. 
 
1.6   Scope of the Study 
This research study was confined to Kakamega County Government which is located in 
approximately 360 km from Nairobi. The study was conducted during the month of May 
2017 to September 2017.  It sought to establish the factors affecting the adoption of HRIS 
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in Kakamega County Government in Kenya. The study made use of a population of the 
study was 73 which was also used as the sample by use of census. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0  Introduction  
This chapter provides the reviews of theoretical literature, critical review of the study and 
finally the summary of the studies conducted in relation to the problem under 
investigation, not forgetting the conceptual framework. 
 
2.2 Theoretical Literature Review  
2.2.1 Model of diffusion of innovations  
According to Muathe (2010), the model of diffusion of innovations is commonly used in 
the diffusion of technological inventions over a timeframe by people from a social 
framework. Karshenas and Stoneman (2005) noticed that the three fundamental elements 
of the theory constitute of diffusion, innovation features that have an influence on the rate 
of dispersion phases. Muathe (2010) opines that there are five stages through which 
innovation gets through and this constitutes of understanding of the innovation, influence 
by key individuals, dedication to adopt, adoption, and affirmation of the choice of the 
technology.  
 
Tung and Rieck (2005) noted the important aspects that need to be taken into account, 
which depict resource availability. These are needed for a proper adoption for process to 
work. He further notes those using it comprise of trendsetters, initial users, late users, and 
slackers with the total users at any given time period making an S-shaped implementation 
arch (Karshenas & Stoneman, 1995). Trendsetters and initial users are likely to adopt and 
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apply new the technology. Attewell (1992) criticized the connection between diffusion 
models to innovations and opined the firm knowledge acquisition and awareness are of 
key importance in the role they play. Newell (1998) noted that when complicated IT 
systems are put into use, there arises a knowledge integration issue especially in terms of 
awareness. This leads to the desire for the attainment of key information application of 
new technology (Davis, 1989; Attewell, 1992). The expected users are supposed to lay a 
lot of emphasis on the compatibility of new information, which calls for greater need and 
understanding in terms of both the design aspects and the current expectations of the 
society, previous know-how and also the prerequisites of likely implementers.  
 
Rip (1995) has the view that piloting of new technologies determines how much it will be 
accepted and operation since the actual performance is more important in relation to 
benefits and operational capabilities. Compatibility is significant in the case of HRMIS 
since its adoption is affected by the existence of network aspects (Church & Gandal, 
2004). Piloting provides an opportunity for trying out a new technology before putting it 
into real use. This is relevant to the early adopters since they rely on available 
information unlike the laggards who learn later when technology has already been widely 
used. However, as Rogers (1995) and Tidd et al., (1997) noted that much of the 
conventional diffusion of new technologies model is founded on studies of how people 
make decisions on acceptance of new technology which limits the use of the model on 
research based on HRIS implementation in business context. However, this conforms to 
the Marcus' theory (1986), in which he observed that would be users of inventions asses 
the conceivable worth that the technological innovation that is offered to them (Ankem, 
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2004). Value here is attributed based on benefits and finances incurred to acquire the new 
technology.  
 
2.2. Empirical Literature Review 
2.2.1Communication and adoption of HRIS 
Communication is defined by Appleby (2004) as the means whereby individuals in firms 
pass information regarding the operations of the firm. He emphasized on  the need for 
communication to take up the central place in organization because the structure 
extensiveness and scope of the organization are largely  determined by  the 
communication process. Good Communication is important to the efficient running of 
any organization and necessary to fulfilment of all employees.  Under the proposed 
reforms in Kenya, information system is supposed to become largely self-sustaining with 
a more formal reporting relationship to the organisation’s boards.  Additionally, there 
should be the support of information systems so as to provide the needed services 
(Kotler, 2007). 
 
Effective communication plays a very important role in the adoption of HRIS. Mulweke 
(2009) in his study on private-public sector adoption of HRIS in Zambia’s state 
organisations found that  effective communication played an important role in making the 
workers aware of their expectations in as far as the use of the new system is concerned. 
This view is supported by Abdul (2000) whose study on preparedness of developing 
countries in the use of HRIS found that most organisations did not enlighten their 
workers effectively on the use of innovations.   This is supported by Kagwiria (2013) 
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whose study sought to assess the relationship between effective communication and the 
implementation of HRIS in public institutions in Kenya.   
 
 However, other studies have asserted that other factors played a significant role in the 
adoption of HRIS. Wu Sung (2010) in his study in Korean public Hospitals that sought to 
assess success factors in the adoption of HRIS found that the successful adoption of 
HRIS requires the presence of skilled HRIS professionals in the organization among 
other factors. Similarly, Roanaldhomanana (2014) found that staff training, finances, and 
management support affected the implementation of HRIS. This was on a study that 
focused on manpower needs in the implementation of HRIS in Madagascar. 
 
2.2.2 Management support and adoption of HRIS 
Russell (2003) asserts that the viability of purchasing and implementing a new system is 
only to be with the endorsement of the general manager of the organisation. During the 
initial approval all the way to implementation, this support should be given. In that light 
therefore, a suitable change management programme is required to help employees cope 
appropriately with the new programme. A leader should be chosen who is conversant 
with both the technical and functional aspects of the organization. The leaders are taxed 
with planning, organizing and assigning work. They are also tasked with developing a 
team to execute the project, tracking and managing finances among other tasks.  The 
leaders will communicate the stakeholders (Russell, 2003). 
 
A study in Nigeria’s private sector on the challenges affecting the implementation of IT 
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systems (Ofonokwo, 2013) found that the lack of support of the top management presents 
a serious obstacle in the adoption of HRIS.  
 
Wu Sung (2010) in a study that sought to assess success factors in the adoption of HRIS 
in public hospitals, it was found that the successful adoption of HRIS requires adequate 
support of the top management. Another   study on the commitment of Top management 
support on the adoption of HRIS by Rahman (2017) shows influencing action on 
adoption of HRIS. The Findings indicate that Chief Executive Officer’s (CEO) attitude 
and interest towards information communication technology (ICT) are important to 
promote HRIS adoption.  
 
However, Kangondi (2011) Opines that besides the top management support in the 
adoption of HRIS a system in the organizations, the workers involvement is also 
important. It is worth noting that, it is also greatly influenced by the top executives 
commitment. It is worth noting that quite a number of studies showed that management 
commitment has a positive influence on HRIS or IT adoption (Ofonokwo, 2013). The 
greater the support from the top management, the easier it will be for adopting 
organizations to overcome difficulties encountered during adoption  
 
2.2.3 Employee Training and adoption of HRIS 
Training can be said to be the process where people acquire new knowledge, learn new 
skills so that they can performs tasks differently and more so better than before.  Its 
objectives are to teach employees how to perform particular activities or a specific job in 
 13 
a better way (Graham, 2008). According to Waweru (2004) training is prudent to 
maintain a productive and a motivated work force.  The adoption of new technology 
brings up the need for continuous training.  This helps in updating the workers skills and 
enhance their morale.  
 
Organizations that are successful in training usually seek to define their need for training 
needs first (Cole, 2002).  This is  in conformity to a clear cut procedure.  This involves 
establishing training needs systematically. The nature of training chosen will depend on 
the circumstances and the need. In ordinary circumstances, the organization analyses 
training needs in response to operational weaknesses reported in by line managers or to 
meet the demands of change or the new endeavor (Cole, 2002). It is worth noting that 
failure in will be experienced if it is not properly done. When the training is done, it is 
important to establish its success or failure rate.  Return on investment is critical here  
(Graham, 2008). 
 
A study in Nigeria’s private sector on the challenges affecting the implementation of IT 
systems (Ofonokwo, 2013) found that critical support was required that involved 
ensuring workers are skilled enough to partake the new innovations. If the users lack 
understanding of the system features, this presents a serious obstacle in the adoption of 
HRIS. This is according to Kangondi (2011) whose study on the need for training in the 
adoption of IT systems in Mzumbe University Tanzania indicated that the training was 
needed for all user levels such as operational and strategic levels to increase their 
knowledge and skills in using the system effectively. 
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Similarly, Katunzi (2017) in his study on the effect of labour force skills on the adoption 
of HRIS systems in Malawi recommended the importance of training employees before 
implementing HRIS. Human capability was found to be a significant factor that 
influenced the adoption of HRIS. In a study in Korea by Wu Sung (2010) that sought to 
assess success factors in the adoption of HRIS in public hospitals, it was found that the 
successful adoption of HRIS requires the presence of skilled HRIS professionals in the 
organization. 
 
In Egypt, a study on the preparedness of developing countries in the use of HRIS (Abdul, 
2000) found that most employees in the private sector in developing countries were ill 
prepared to handle IT innovations. This was supported by Roanaldhomanana (2014) 
whose study focused on manpower needs in the implementation of HRIS in Madagascar. 
Lack of proper training among employees on the use of IT systems was found to be one 
of the factors that made it difficult for most public organisations in Ghana (Andrew, 
2001) in a study on the inhibitors of adopting HRIS in the University of Accra.   
 
2.2.4   Change Management and HRIS 
Heresy (2001) describes the change management as a deliberate process of ensuring that 
a new way of doing things is adopted in an organisation. Change management constitutes 
of processes that enable people conform to change appropriately. Change management 
seeks to ensure that resistance to change by employees is minimized.  Organizational 
performance is affected by greatly affected Change management (Heresy, 2001). 
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The ability to deal with change largely affects how organisations adopt HRIS. Kimeu 
(2012) in his study on change management as a challenge on the adoption of HRIS in 
Kenya found that the change agents handling of the change process largely affected the 
adoption of HRIS. The handling of the change process was found to be a significant 
factor that influenced the adoption of HRIS. In a study in Korea by Wu Sung (2010) that 
sought to assess success factors in the adoption of HRIS in public hospitals, found that 
the optimal adoption of HRIS requires a proper change management process 
 
A study conducted in Ivory Coast that dwelt on the success factors in the adoption of 
(Madali, 2004) found that most workers in the public institutions in developing countries 
were poorly equipped to deal with the change that comes with dealing with technological 
innovations.  Roanaldhomanana (2014) had the same findings in his study that focused on 
manpower needs in the implementation of HRIS in Madagascar. Failure to prepare 
workers for the change that comes with the use of computer systems was found to be one 
of the factors that made it difficult for most public organisations in Liberia to adopt HRIS 
(Lone, 2016). This was in a study on the successes and failures of HRIS in the developing 
world.   
 
2.2.5  Finance and the adoption of HRIS 
According to Otieno (2002) availability of financial resources is important in the 
adoption of new technology in the organization.  Finances may be availed from savings 
or even borrowing from financiers. Access to finances or failure to, can be constraining to 
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the adoption of HRIS (Russell, 2003). Finances are needed for the purchase of the 
hardware and software and the sustenance of HRIS. This determines a lot in the adoption 
HRIS. This is largely due to the hefty costs involved.  Mulweke (2009) in his study on 
private-public sector adoption of HRIS in Zambia’s state organizations found that the 
adoption of HRIS adoption in the public is much of a problem than in the private sector.  
 
Lack of proper IT systems and infrastructure was found to be one of the factors that made 
it difficult for most public organisations in Ghana (Andrew, 2001) to adopt HRIS in a 
study on the inhibitors of adopting HRIS in the University of Accra.  This conforms to a 
study in Nigeria on the challenges affecting the implementation of IT systems in the 
private sector.  Ofonokwo (2013) found that the lack of financial resources in an 
organisation presents a serious obstacle in the adoption of HRIS. Wu Sung (2010) in a 
study that sought to assess success factors in the adoption of HRIS in public hospitals, it 
was found that the successful adoption of HRIS requires adequate finances and 
infrastructure. This conforms to another study on the commitment of Top management 
support on the adoption of HRIS (Mohammad, 2017) whose findings indicate that top 
management support includes availing of the required resources to support HRIS.  
 
Kangondi (2011) asserts that availing finances alone may not be the automatic success 
factor in the adoption of HRIS a system in the organizations. Several studies conclude 
that availability of resources has a positive influence on HRIS or IT adoption (Ofonokwo, 
2013). The more available the resources, the easier for the HRIS to be availed and thus 
enhances implementation. 
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Katunzi (2017) in his study on the effect of labour force skills on the adoption of HRIS 
systems in Malawi recommended the importance of having the relevant systems before 
the implementation of HRIS. Resource availability was found to be a significant factor 
that influenced the adoption of HRIS.  
 
2.3 Summary and research Gaps  
A number of studies have been carried out in both the private and public sector  in the 
developing and developed countries where the economic, social and political 
environment is greatly different. Studies conducted in the developed countries showed 
that management support and the need to demonstrate the benefits that HRIS can bring to 
their organizations greatly affected the adoption HRIS in the public sector Wu Sung 
(2010) Another study in Singapore found that cost determined the adoption of HRIS 
(Teo, 2007).  
 
Furthermore, studies in Africa gave similar results Ofonokwo (2013), Kangondi (2011) 
and Katunzi (2017) They revealed that to realise successful adoption of HRIS, 
availability of finances, management support, employee training and communication 
played a significant role. However, not much seems to have been done on adoption of 
HRIS on county governments since they are a recent concept in Kenya. This study 
therefore seeks to identify factors that affect the adoption of HRIS in public institutions 
with specific reference to Kakamega County Government.. 
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2.5 Conceptual Framework  
Figure 2.1 Conceptual Frameworks 
Independent Variables      Dependent Variable 
 
 
 
 
 
 
 
 
Source: Author (2017) 
2.5 Operationalization of variables 
2.5.1 Communication  
Communication is a means by which people are linked together in an organization. 
Barriers and breakdown in communication can exist in sender transmission of message to 
the receiver or feedback. This behavior includes lack of planning. This can improve by 
use of appropriate channel, proper timing, improving the understanding and could be as a 
result of poorly expressed message by failure to clarify message implication, poor 
organization sentence structure, this would restrict understanding, finally poor listening 
and premature message. 
2.5.2 Employee Training    
When employees are exposed to the required information and skills, the have essentially 
was prepared to handle the task. This helps them to improve on their productivity. 
Orientation is designed to start the employee in a direction that is compatible with the 
firms’ mission, goal, and culture.  
Communication   
Management Support  
Employee training   
Change management   
Adoption of Human Resource 
Information System 
 
 
Finance    
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2.5.4  Finance  
Finance is the amount of money that is available in any organization which makes it able 
to carry out the organizational activity with ease. Finances determines the position of 
performance of the society since it’s needed for the payment of the labour and other 
expense like the payment for purchases of raw materials and other expenses. The 
availability of finance in the organization will bring high storage of materials. 
 
2.6 Chapter summary  
In this this chapter, a detailed discussion of the theoretical literature was given. A critical 
account of the study was explored and finally the summary of the studies conducted in 
relation to the problem under investigation, not forgetting the conceptual framework. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This section contains the researcher instruments in which the researcher gathered 
organized, complied and analyzed data in relation to the research problem questions. It 
therefore comprised of research design, target population, sampling and procedures, data 
analysis procedure, validity and reliability of the research instrument, and the ethical 
issues to be taken into consideration. 
 
3.1 Research Design 
Research design is the plan or scheme to be used to generate answers to the research 
problems. The researcher used descriptive research design. This is because descriptive 
design is qualitative and it largely aims at description of the state of affairs as they exist 
(Mugenda & Mugenda 2000). Descriptive research is a scientific method of investigating 
whereby data was collected and analyzed in order to describe the current conditions, 
terms or relationships concerning a problem under investigation. The design is preferred 
as to allow clear definition of the variables which then makes it possible to obtain the 
complete and accurate information from the study.  
 
3.2 Target Population  
According to Williamson (2008) a research population is a collection of individuals that 
are of interest to the study. The target population for here constituted the employees of 
Kakamega County Government Head office, comprising of senior management, middle 
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level management and support staff as shown in Table 3.1. 
Table 3.1Target Population  
Category Target Population Percentage  
Top  Level Management 2 3 
Middle Level Management 5 7 
Support Staff 66 90 
Total 73 100 
Source: Author (2017) 
 
3.3 Sample and Sampling Technique 
Sampling is a procedure is whereby a part of the population is selected as representatives 
of the total population. This can be realized through the use of probability to acquire a 
representative degree of reliability in the selected area. Census design was used in this 
study. According to Mugenda and Mugenda (2003). This enabled data to be easily 
gathered from every member of the population.  
 
3.4 Instruments 
The researcher used questionnaires to collect primary data. Questionnaire consisted of a 
number of questions to typed and printed in adequate order or form. The questions were 
open and closed ended. It gave total freedom for the respondents. Closed ended questions 
provided a list of all possible alternatives from which respondents chose the best to suit 
them. Closed ended questions require the respondents to give “Yes” or “No” for answers. 
This enabled the researcher to collect comparable data and encourage high response rate. 
The researcher self-administered the questionnaires. 
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3.5 Pilot Study 
A pilot study was carried on a section of the population who were not eventually included 
in the sample. They provided relevant information to the instrument. The responses were 
used as a guide to make the necessary corrections so as to enhance the validity and 
reliability of the instrument. A pilot test is used to test the design of the research 
instrument before carrying out the research in order to establish the accuracy and 
appropriateness of the research design and instrumentation (Saunders et al., 2009). In this 
study, data collection instrument, which was a questionnaire, was tested on 10% of the 
questionnaires to ensure that it was relevant and effective. Therefore, 7 questionnaires 
were piloted to respondents not part of the sample.  
 
3.5.1 Validity  
Validity seeks to determine whether a questionnaire is measuring what it purports to 
measure (Bryman & Bell, 2015). Validity is the ability of research instruments tools not 
only to provide just accurate information, but also to achieve valid solutions which the 
researcher intends to achieve Serakan (2003). The validity of data collection instruments 
if not ascertained, may lead to the researcher not being able to utilize data collection 
instruments as they should and rather  just to get valid information required. In order to 
avoid this in this research study, some specific questions were incorporated in the 
questionnaires, which aimed at capturing specific information from the respondents.  
 
The Questionnaires were then sent to the Kakamega County Headquarters to be filled and 
were sent back for evaluation to establish how valid the data collection instrument was. 
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The questionnaire was subjected to thorough examination by two randomly selected HR 
managers. The two were asked to evaluate the statements in the questionnaire for 
relevance and whether they considered them to be meaningful, clear and whether they 
were free of offensive expressions. Given their evaluation, the questionnaires were 
adjusted appropriately before being subjected to the final data collection exercise. The 
comments received were used to ensure that content validity was enhanced.  
 
3.5.2 Reliability test  
According to Peil (1995), this is the extent that the assessments in a questionnaire are 
consistent. The developed questionnaires are sent to some selected sample respondents 
and then the information acquired is evaluated to ascertain how reliable they are. If the 
questionnaire is consistent over time and provides similar results each time it is put into 
use, then it is considered to be reliable.  The researcher administered the questionnaire to 
6 respondents from the target population on a random basis. After two weeks the 
researchers repeated the same the same respondents. After this, he was able to establish 
the problematic questions abd revised them in order to enhance consistency. 
 
3.6 Data collection procedure 
Both the primary and secondary data was collected. The secondary collection of data 
involves data from different authors and scholars of different books, journals, the 
internet, magazines, while primary data involved carrying out of data collection through 
handing out of questionnaires on the other hand interviews, observations, eye witness 
plus many other more that may have obtained reliable information which can be stored 
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and used as a source of future reference (Blaxter, 2010).  
3.7 Data Analysis and Presentation 
Mugenda and Mugenda (2003) opines that data analysis includes coding, tabulation of 
responses, translating responses to into specific categories, recording them appropriately 
and computing those using appropriate statistical techniques. In this study, descriptive 
statistical techniques were used.  Descriptive statistics includes the statistical procedures 
that produce indices that summarize data and describe the sample (Cooper, Schindler, & 
Sun, 2006). The data obtained was sorted, coded and analyzed using the statistical 
package for social studies. The analyzed data was presented in frequency tables. This 
formed the basis of interpretation, discussion, conclusion and recommendations of the 
research.  
 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
According to Oliver (2004) the researcher ensured that he made clear expectations of the 
research. This ensured that as they participated they knew what the research was  all 
about. 
 
3.8.2 Voluntary Participation 
The researcher sought consent from the management of Kaka mega County Government 
before administering the questionnaires. Those participating were requested to verbally 
consent to participate in the research, as were free or not to participate. 
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3.8.3 Privacy 
The potential respondents were not be identified by name, to enhance the confidentiality 
of respondents.  
 
3.8.4 Confidentiality 
The researcher explained to the respondents that the data being gathered in this study is 
treated in confidence and that the findings are meant for a project at the Management 
University of Africa. The researcher also explained to the respondents that the data was 
coded and no one, whatsoever, related the data to the respondents for both external and 
internal audiences of the project.  
 
3.8.5 Anonymity 
The researcher accorded the respondents their due respect while at the same time 
ensuring that they answer the questions to the expectations of the study, interjecting 
questions, intelligibly. The respondents were chosen without any discrimination. This 
helped the researcher to receive truly anonymized respondents even to the researcher 
herself. This was achieved through self-administered questionnaires with an anonymous 
method of return.  
 
3.9 Chapter Summary  
In this chapter, the researcher discussed the researcher instruments to be used in the 
research, the manner in which the researcher gathered organized, compiled and analyzed 
data in relation to the research problem and questions. The research design, target 
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population, sampling procedures, data analysis procedure, validity and reliability of the 
research instrument, and the ethical issues to be taken into consideration are all discussed 
at length. 
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETAION OF FINDINGS 
4.0 Introduction 
This chapter contains the presentations of the results and findings obtained from the 
direct responses and data analysis.  
 
4.1 Presentation of Research Findings 
4.1.1 Response Rate 
Table 4.1 Response Rate 
Category Population Percentage 
Response 53 72 
Non Response 20 28 
Total 73 100 
Source: Author (2017) 
 
Figure 4.1 Response Rate 
 
 
Source: Author (2017) 
The table 4.1 and figure 4.1 indicates the total response and non-response. According to 
the findings, 72% positively responded while 28% did not respond. This indicates that, 
majority of respondents effectively participated in the study. 
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4.1.2 Gender Analysis 
Table 4.2 Respondents Gender Analysis 
Gender  Frequency Percentage 
Male 30 56 
Female 23 44 
Total 53 100 
Source: Author (2017) 
 
Figure 4.2 Respondents Gender Analysis 
 
Source: Author (2017) 
The table 4.2 and figure 4.2 indicates the total number of males and female who 
responded. The male responded had a percentage of 56% while the female who 
responded had a 44% percentage. From the findings, there were more male than female 
who responded, thus concluding that there is gender imbalance in this organization in that 
men are more than women. 
4.1.3 Age Distribution 
Table 4.3 Respondents Age Distribution  
Category Frequency Percentage 
18-23 years 8 16 
24-29 years 20 36 
30-35 years 17 32 
36 years and above 8 16 
Total 53 100 
 Source: Author (2017) 
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Figure 4.3 Respondents Age Distribution 
 
Source: Author (2017) 
The table 4.3 and figure 4.3 indicates the age response. In this regard those who were 
between the age of 18-23yrs were 16%, the response between the age of 24-29 years were 
36%,the response between the age of 30-35 years were 32% while the response between 
the age of 36 years and above were 16%. From the findings, more employees in this 
organization are between the ages of 24-35 years. 
4.1.4 Highest Education Level 
Table 4.4 Respondents on Highest Education Level 
Category Frequency Percentage 
Secondary Level 32 61 
College/Tertiary Level 16 31 
University Level 5 8 
Total 53 100 
 Source: Author (2017) 
Figure 4.4 Respondents on Highest Education Level 
 
Source: Author (2017) 
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The table 4.4 and figure 4.4 indicate the response got on the highest education level as the 
study findings indicated, 61% response for the secondary level, 31% response for the 
college/ tertiary level while 8% response for the university level. The study findings 
indicate that, majority of respondents in this organization are secondary level graduates 
represented by 61%.  
4.1.5 Length of Service 
Table 4.5 Respondents Length of Service 
Length of Service Frequency Percentage 
1 year and below 8 16 
2-3 years 32 60 
4 years and above 13 24 
Total 53 100 
Source: Author (2017) 
Figure 4.5 Respondents Length of Service 
 
Source: Author (2017) 
The table 4.5 and figure 4.5 indicates the analysis of the length of service of respondents. 
According to the findings 16% of the respondents have worked for a period of 1 year and 
below, 60% for 2-3 years while 24% for above 4 years and above. According to the study 
findings, majority of the employees in this organization have worked for a period of 2-3 
years. 
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4.1.6 Organization Levels  
Table 4.6 Respondents Organization Levels 
Category Frequency Percentage 
Top Level Management 2 3 
Middle Level Management 4 7 
Support Staff 47 90 
Total 53 100 
Source: Author (2017) 
Figure 4.6 Respondents Organization Levels 
 
Source: Author (2017) 
The table 4.6 and figure 4.6 indicates the response that was got on respondent’s 
organization levels. The findings indicate that, 3% of the respondents are in top level 
management, 7% are in middle level management while 90% are in the support staff. The 
study findings shows that, majority of employees in this organization are support staff 
represented by 90% of the total target population. 
4.1.7 Communication  
Table 4.7 whether Communication affects the adoption of HRIS in public 
organizations in Kenya. 
 
Response Frequency Percentage 
Yes 41 77 
No 12 23 
Total 53 100 
 Source: Author (2017) 
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Figure 4.7 Whether Communication affects the adoption of HRIS in public 
organizations in Kenya  
 
Source: Author (2017) 
The table 4.7 and figure 4.7 indicates the response on whether Communication affects the 
adoption of HRIS in public organizations in Kenya. According to the study findings, 77% 
of the respondents agreed that Communication affects the adoption of HRIS in public 
organizations in Kenya while 23% of the respondents disagreed. From the study findings, 
Communication affects the adoption of HRIS in public organizations in Kenya. 
 
Table 4.8 Rating the effect of Communication on the adoption of HRIS in public 
organizations in Kenya 
Category Frequency Percentage 
Very High 22 41 
Moderate 14 27 
Low 5 9 
No Effect  12 23 
Total 53 100 
Source: Author (2017) 
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Figure 4.8 Rating the effect of Communication on the adoption of HRIS in public 
organizations in Kenya 
 
Source: Author (2017) 
The table 4.8 and figure 4.8 indicates the rating the effect of Communication on the 
adoption of HRIS in public organisations Kenya. In this regard, 41% rated it as being 
very high, 27% rated it as being moderate, 9% rated it as being low and 23% rated it no 
effect. Majority of respondents rated the effect at very highly implying that 
communication affected the adoption of HRIS a lot.  
4.1.8 Employee Training 
Table 4.9 Whether employee training affects the adoption of HRIS in public 
organizations in Kenya 
 
Response Frequency Percentage 
Yes 49 93 
No 4 7 
Total 53 100 
Source: Author (2017) 
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Figure 4.9 Whether employee training affects the adoption of HRIS in public 
organizations in Kenya  
 
Source: Author (2017) 
The table 4.9 and the figure 4.9 indicate the response that was got on whether employee 
training affects the adoption of HRIS in public organizations in Kenya. According to the 
findings, 93% of the respondents agreed that employee training affects the adoption of 
HRIS in public organizations in Kenya while 7% of the respondents disagreed. From the 
study findings, employee training affects the adoption of HRIS in public organizations in 
Kenya. 
. 
Table 4.10 Rating the effect of employee training on the adoption of HRIS in public 
organizations in Kenya. 
Category  Frequency Percentage 
Very High 31 58 
Moderate 13 24 
Low 5 11 
No Effect 4 7 
Total 53 100 
 Source: Author (2017) 
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Figure 4.10 Rating the effect of employee training on the adoption of HRIS in public 
organizations in Kenya 
 
Source: Author (2017) 
The table 4.10 and figure 4.10 indicates the rating the effect of staff training on the 
adoption of HRIS in public organisations in Kenya. According to the findings, 58% of the 
respondents rated it very high, 24% rated it as being moderate, 11% as being low and 7% 
rated it as no effect. Majority of respondents rated the effect as being very high. 
4.1.9 Management Support 
Table 4.11 Whether Management Support affects the adoption of HRIS in public 
organisations in Kenya 
Response Frequency Percentage 
Yes 45 84 
No 8 16 
Total 53 100 
 Source: Author (2017) 
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Figure 4.11 whether Management Support affects the adoption of HRIS in public 
organisations in Kenya 
 
Source: Author (2017) 
The table 4.11 and figure 4.11 indicate the response got on regards to whether 
Management Support affects the adoption of HRIS in public organisations in Kenya. 
According to the study findings, a representative of 84% respondents agreed that 
Management Support affects the adoption of HRIS in public organisations in Kenya 
while 16% of the respondents disagreed. From the study findings, Management Support 
affects the adoption of HRIS in public organisations in Kenya. 
 
Table 4.12 Rating the effect of Management Support on the adoption of HRIS in 
public organizations in Kenya 
Rating Frequency Percentage 
Very High 14 47 
Moderate 10 34 
Low 4 3 
No Effect  8 16 
Total 53 100 
Source: Author (2017) 
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Figure 4.12 Rating on the effect of Management Support on the adoption of HRIS in 
public business organizations in Kenya 
 
Source: Author (2017) 
The table 4.12 and the figure 4.12 indicates the response that was got in rating the effect 
of Management Support on the adoption of HRIS in public  organizations in Kenya. The 
respondents rated the effect as 47% being very high, 34% being moderate, 3% being at a 
low while 16% at no effect. Majority of the respondents rated the effect as being very 
implying that management support affected the adoption of HRIS a lot.   
4.1.10 Change Management  
Table 4.13 Whether Change Management affects the adoption of HRIS in public 
organisations in Kenya  
Response Frequency Percentage 
Yes 50 95 
No 3 5 
Total 53 100 
 Source: Author (2017) 
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Figure 4.13 Whether Change Management affects the adoption of HRIS in public 
organisations in Kenya  
 
Source: Author (2017) 
The table 4.13 and figure 4.13 indicates that majority of the respondents agreed that 
Change Management affects the adoption of HRIS in public organisations in Kenya 
organizations in Kenya. According to the study findings, 95% of the respondents who 
agreed that Change Management affects the adoption of HRIS in public organisations in 
Kenya organizations in Kenya while 5% of the respondents disagreed. From the study 
findings, Change Management affects the adoption of HRIS in public organizations in 
Kenya. 
 
Table 4.14 Rating the effect of Change Management on the adoption of HRIS in 
public organizations in Kenya 
Rating Frequency Percentage 
Very High 28 52 
Moderate 18 34 
Low 4 9 
No Effect 3 5 
Total 53 100 
 Source: Author (2017) 
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Figure 4.14 Rating the effect of Change Management on the adoption of HRIS in 
public organizations in Kenya 
 
Source: Author (2017) 
 
The table 4.14 and figure 4.14 indicate the response that was got on different rating the 
effect of Change Management on the adoption of HRIS in public organizations in Kenya. 
A representative of 52% rated it as being very high, 34% rated it as moderate, 9% rated it 
as being low and 5% rated it at no effect. Most respondents rated the effect at very high 
rate. 
4.1.11 Finance 
Table 4.15 whether availability of Finance affects the adoption of HRIS in public 
organizations in Kenya 
Response Frequency Percentage 
Yes 49 93 
No 4 7 
Total 53 100 
Source: Author (2017) 
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Figure 4.15 Whether availability of Finance affects the adoption of HRIS in public 
organizations in Kenya  
 
Source: Author (2017) 
The table 4.15 and the figure 4.15 indicate the response that was got on whether 
Availability of Finance affects the adoption of HRIS in public organizations in Kenya. 
According to the findings, 93% of the respondents agreed that Availability of Finance 
affects the adoption of HRIS in public organizations in Kenya while 7% of the 
respondents disagreed. From the study findings, Availability of Finance affects the 
adoption of HRIS in public organizations in Kenya. 
 
Table 4.16 Rating the effect of availability of Finance on the adoption of HRIS in 
public organizations in Kenya. 
Category  Frequency Percentage 
Very High 31 58 
Moderate 13 24 
Low 5 11 
No Effect 4 7 
Total 53 100 
 Source: Author (2017) 
 41 
Figure 4.16 rating the effect of employee training on the adoption of HRIS in public 
organizations in Kenya 
 
Source: Author (2017) 
The table 4.16 and figure 4.16 indicates the rating the effect of Availability of Finance on 
the adoption of HRIS in public organisations in Kenya. According to the findings, 58% of 
the respondents rated it very high, 24% rated it as being moderate, 11% as being low and 
7% rated it as no effect. Majority of respondents rated the effect as being very implying 
that employee training affected the adoption of HRIS a lot.   
4.2 Limitations of the study 
4.2.1 Confidentiality   
The respondents were resistant to give information that they considered to be confidential 
since they felt it could be a threat to the organization.  Some of the information required 
for the research could have been held back for fear that the study might turn out to be a 
trap to victimize some employees thus making it difficult for the study. The respondents 
were thus assured that the study was not to be divulged and the introduction letter given 
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to them to enhance their confidence. 
 
4.2.2 Co-operation 
The researcher was not able to collect all the required information since some of the 
respondents were uncooperative to the extent that some refused to give information and 
therefore leave some questions unanswered. To avoid this, the researcher was introduced 
to the would be respondents officially by the recommended officer in the organization. 
This instilled confidence in the respondents. 
 
4.2.3 Generalization of Findings 
The study is limited by the generalization of findings. In this regard since the study was 
conducted in one department, and therefore  it may not be representative to this sector 
and the results of the study may be applicable to all organization in this sector. To 
overcome this limitation the researcher used the secondary data in order to do comparison 
of the same.  
 
4.2.3 Working Schedules  
Some managers were busy and not ready to answer questions from the researcher. This 
could have led to a prolonged period of time in undertaking the research. The researcher 
sough to book an appointment with them and was able to meet them when they were not 
very busy. 
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CHAPTER FIVE 
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 
5.0 Introduction 
The purpose of the study was to analyze factors affecting the adoption of HRIS in public 
organizations in Kenya. This chapter presents a summary of the findings and provides the 
conclusion of the research study, recommendations for the study and suggestions for 
further study. 
5.1 Summary of Findings  
5.1.2 Communication  
The study found that communication indeed affected the adoption of HRIS in Kakamega 
County Government. This is because communication makes employees aware of the 
impeding changes, and also makes employees to be well informed of their expectations.  
Communication is also important since it effects the manner in which the new system 
will be received and effected. This gives credence to Mulweke’s (2009) study on private-
public sector adoption of HRIS in Zambia’s state organizations, which found that  
effective communication played an important role in making the workers aware of their 
expectations in as far as the use of the new system is concerned. The same view was 
supported by Abdul (2000). 
 
5.1.2 Management support 
The study found Management support affected the adoption of HRIS in Kakamega 
County Government. Management support was found to be crucial in determining the 
nature of software to b purchase, the manner in which employees were prepared for the 
new system and also the effectiveness of the implementation phase. This is so because it 
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is the top management who determine which decisions are to be taken or not.  The study 
therefore  found that management support went a long way in realizing the success of 
HRIS. This conforms to Ofonokwo (2013) and HRIS by Rahmanana (2017) who found 
lack of support of the top management presents a serious obstacle in the adoption of 
HRIS. On the contrary, Kangondi (2011) found that besides the top management support, 
the workers involvement is also important.  
 
 
 
5.1.3 Employee training 
 
The study found that when there is adoption of new technology in an organisation, there 
is a need for for continuous training which helps in updating their skills and enhance their 
morale. It was found that employee training prior to and during the implementation of 
HRIS largely affected the adoption of HRIS, and more so in Kakamega County 
Government. Well trained employees are able to make use of the new system effectively, 
thereby realizing the desired results. This conforms to Abdul (2000) findings that most 
employees in developing countries were ill prepared to handle IT innovations. This 
therefore led to poor adoption of HRIS. Similarly, Katunzi (2017) recommended the 
importance of training employees before implementing HRIS.  
 
5.1.4 Change management 
The study found that when there is adoption of new technology in an organisation, there 
is a need for proper management of the change to be realized. This was the case with 
Kakamega County Government. Well managed change makes it easy for employees to 
understand and receive the new way easily. The study found that proper change 
 45 
management greatly enhanced the adoption of HRIS since seeks to ensure that resistance 
to change on a new concept by employees is minimized.  This conforms to Kimeu (2012) 
in his study that found that the change agents handling of the change process largely 
affected the adoption of HRIS.  In addition, (Madali, 2004) found that most workers in 
the public institutions in developing countries were poorly equipped to deal with the 
change that comes with dealing with technological innovations, and therefore adoption of 
HRIS was a very big challenge.   
 
5.1.5 Finance  
 The study found that the ability of an organisation to adopt new technology is highly 
determined by the quality of the software and other support systems. All this are 
expensive to realise. The study found that the availability of financial resource to ensure 
high quality software and support systems greatly determined the adoption of HRIS in 
Kakamega county Government.  It was therefore established that availability of financial 
resources is very important in the adoption of new technology in the organization and 
therefore determines a lot in the adoption HRIS. This concurs with Mulweke (2009) 
findings that lack of proper IT systems and infrastructure made it difficult for most public 
organizations to adopt HRIS. Similarly, Katunzi (2017) found that it was important of 
having the appropriate systems before the implementation of HRIS.  
 
5.2 Conclusion 
Employee training on new innovations is important since it improves the knowledge and 
skills of employees in the use of the HRIS system in public organisations. With better 
training programs to employees, possess basic skills, knowledge and competency on how 
 46 
best to participate use the HRIS system. Change Management is likely to a cause fear 
among employees on the security of their jobs if the HRIS systems are adopted. Trade 
unions are likely to admonish the management about the state of affairs. This is likely to 
bring about resistance among employees and therefore affect the adoption of HRIS in 
public organisations. On the other hand, if Management Support is not upheld, it is likely 
to be a major drawback in the adoption of HRIS in public organisations. Lastly, the study 
concludes that Availability of sufficient resources is also will also determine the sourcing 
of an effective HRIS system and also support systems. 
5.3 Recommendations 
5.3.1 Finances 
The study recommends that, the management of Kakamega county government allocate 
sufficient resources in the purchase of an effective HRIS system. This will ensure that it 
will be continuously in use and realize the intended benefits. In addition, the organization 
should implement training programs to its employees.  
5.3.2 Employee training 
It is also recommended that Kakamega county government should consider implementing 
both on and off job training programs. This will no doubt equip its employees with basic 
skills; knowledge and competency on how make use of the HRIS system.  
5.3.3. Management Support  
In the same breadth, Kakamega county government should seek management support 
before starting the process of procuring the new system. Management Support ensures 
that all the processes from procurement to implementation have the right backing and 
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therefore easily realize success.  
5.3.4 Change Management 
Kakamega county government’s HR practitioners should ensure that a proper Change 
Management programme is put in place so that employees easily shift to the new system. 
This will prevent resistance among employees due to the likely fear among employees on 
the security of their jobs and admonition by trade unions are likely to admonish the 
management about the state of affairs.  
5.3.4 Communication 
Effective ccommunication is necessary if the adoption of the system is to be effectively 
realized in Kakamega county government. The study therefore recommends that 
communication be relayed effectively and that it is within proper reach of all. In addition, 
feedback should be sought and acted upon. 
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APPENDIX I 
QUESTIONNAIRE 
To the respondents, below is a questionnaire you are requested to answer. The 
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information given is for academic purposes only and will be treated as strictly 
confidential. Please fill out the questionnaire as correctly as possible. 
 
 
SECTION A: PERSONAL DETAILS 
1. What is your gender? 
Male    (     ) 
Female   (     ) 
2. What is your age bracket?  
18-23 Years  (     ) 
24-29 Years  (     ) 
30-35 Years  (     ) 
36 years and above (     ) 
3. What is your highest level of education attained? 
Secondary Level   (     ) 
College/ Tertiary Level (     ) 
University Level  (     ) 
4. What is your Length of Service in this organization? 
1 years and below  (     ) 
2-3 years  (     ) 
4 years & above  (     ) 
5. What is your Organizational Level in this organization? 
Top Level Management (     ) 
Middle Level Management (     ) 
Support Staff   (     ) 
 
 
 
SECTION B: COMMUNICATION 
6. Does Communication affect the adoption of HRIS in your organization? 
Yes  (     ) 
No  (     ) 
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Please explain................................................................................................................. 
............................................................................................................................ 
 
7. To what extent does Communication affect the adoption of HRIS in your 
organization? 
Very High (      ) 
Moderate (      ) 
Low  (      )  
No Effect  (      ) 
 
 
SECTION C: MANAGEMENT SUPPORT 
8. Does employee management support the adoption of HRIS in your organization? 
Yes   (      ) 
No  (      ) 
 
Please explain............................................................................................................ 
................................................................................................................................................ 
 
9. To what extent does management support affect the adoption of HRIS in your 
organization? 
Very High (      ) 
Moderate (      ) 
Low  (      )  
No Effect  (      ) 
 
 
 
 
 
 
 
SECTION D: EMPLOYEE TRAINING 
10. Does Employee training affect the adoption of HRIS in your organization? 
Yes   (      ) 
No   (      ) 
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Please explain................................................................................................................ 
................................................................................................................................................ 
 
11. How does Employee training affect the adoption of HRIS in your organization? 
Very High (      ) 
Moderate (      ) 
Low  (      )  
No Effect  (      ) 
 
 
 
SECTION E: CHANGE MANAGEMENT 
12. Does Change management affect the adoption of HRIS in your organization? 
Yes   (      ) 
No  (      ) 
Please explain............................................................................................................ 
................................................................................................................................................ 
 
13. To what extent does Change management affect the adoption of HRIS in your 
organization? 
Very High (      ) 
Moderate (      ) 
Low  (      )  
No Effect  (      ) 
 
 
 
 
 
 
                                                      SECTION E: FINANCE 
14. Does availability of finances affect the adoption of HRIS in your organization? 
Yes   (      ) 
No   (      ) 
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Please explain..................................................................................................................... 
................................................................................................................................................ 
 
15. To what extent does availability of finances affect the adoption of HRIS in your 
organization? 
Very High (      ) 
Moderate (      ) 
Low  (      )  
No Effect  (      ) 
 
Thank you for your co-operation. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
